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The variables used in this study design are the first exogenous variables 
(exogenous) a love of money, organizational citizenship behavior, and 
emotional intelligence. Endogenous variables (endogenous) are employee 
performance. The population in this study were all employees in 51 BPRs in 
Badung Regency in 2018 where the returned questionnaires were 117. Data 
analysis in this study used the Partial Least Square (PLS) approach using 
SmartPLS software. The results of this study are, 1) Love of money  has a 
negative effect on organizational citizenship behavior, 2) emotional 
intelligence has a significant positive effect on organizational citizenship 
behavior, 3) love of money  does not directly influence employee 
performance, 4) emotional intelligence has a positive effect significant 
influence on employee performance has a significant positive effect on 
employee performance, 6) Organizational citizenship behavior (OCB) 
mediates the effect of love of money  on employee performance, 7) 
Organizational citizenship behavior (OCB) mediates the influence of 
emotional intelligence on employee performance. 
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1.  Introduction 
 
Bank Perkreditan Rakyat (BPR) (rural bank) has become part of the nation's economic development. The 
existence of BPR has spread throughout the regencies/cities in Indonesia, one of which is in Bali. Bali is one of the 
provinces in Indonesia with the development of the third largest number of BPR assets in Indonesia. The magnitude 
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of the role held by BPRs and the increase in sources of funds managed by BPR are unfortunately not yet in line with 
the improvement in the performance of BPR employees. However, research by Sayekti & Kartika (2015), found that 
the current performance of BPRs was not optimal, judging from the overall quantity, there were only 78.3% of BPRs 
that met the minimum requirements for directors and commissioners. While in terms of quality, many perceptions 
state that the quality of BPR HR is relatively low. This result is supported by the findings of Gede & Piartini (2018); 
and Bastian (2017). 
There are three factors that affect the performance of employees or employees according to Simanjuntak (2011), 
first individual competency factors, organizational support factors, and the third factor is management support. 
Sayekti & Kartika (2016), found that the performance of BPR employees who were not optimal was caused by less 
competent Human Resources (HR). BPRs find it difficult to get quality human resources because the compensation 
provided is less attractive. Money is very important with individual attitudes that can be seen through personality, 
biography, and attitude variables (Mitchell & Mickel, 1999) so that this will be related to the love of money called 
the love of money. 
The performance of BPR employees is also influenced by emotional intelligence and organizational citizenship 
behavior (OCB). Emotional intelligence and OCB are variables that are widely discussed by experts, because their 
existence is considered to have a direct impact on the performance of individuals and organizations, both in the 
public sector and in the private sector (Ibrahim, 2013). 
Emotional intelligence is the ability to recognize feelings of self and others, foster self-motivation, and manage 
emotions in interacting with others (Goleman, 2006). The results of Trihandini (2005) provide empirical evidence 
compared to intellectual intelligence or spiritual intelligence, emotional intelligence has the greatest influence. 
Organizational citizenship behavior (OCB) is defined as individual behavior that is recognized as a formal reward 
system explicitly and will encourage organizational functions in a more effective direction (Organ, 1988). The 
success of an organization depends on the willingness of employees to work beyond the responsibilities of their 
duties and provide time and energy for the successful implementation of tasks voluntarily. 
Research on the influence of the love of money, emotional intelligence, and OCB has been done before, but the 
results are inconsistent. Although Sayukti & Kartika (2016), suggest that BPRs increase compensation for their 
employees so that performance improvements can be achieved which means that love of money will improve 
employee performance, but Martini et al., (2017), research prove the opposite. Martini et al., (2017), found that Love 
of money had no effect on employee performance. The inconsistency of results is also seen in emotional intelligence. 
Even though Martini et al., (2017), found that emotional intelligence had a significant effect on performance, but the 
findings by Akimas & Bachri (2016), showed that emotional intelligence had no significant effect on employee 
performance. 
 
 
2.  Materials and Methods 
 
The relationship between Love of money towards Organizational citizenship behavior can be explained by 
Theory of Planned Behavior (TPB) and motivation theory. The amount of money and income earned by someone is 
used as a measure of one's success (Ellias, 2009). Herzberg (1987), said that money is a motivator for some people, 
but others consider it a hygiene factor. The concept is used to estimate one's subjective feelings about money. 
Individual performance affects team performance, which in turn affects organizational performance in general. 
Herzberg (1987), said that money is a motivator for some people, but others consider it a hygiene factor. The 
concept is used to estimate one's subjective feelings about money. Individual performance affects team performance, 
which in turn affects organizational performance in general. Individual behavior that is demanded by the 
organization is not only in role behavior but also extra-role behavior, extra-role behavior is often referred to as 
Organizational Citizenship Behavior (OCB). 
Someone who has an attitude of love for excess money will consider money as a need that must be met and will 
do various ways to get money (Robbins & Judge, 2007; in Novianidan Andri, 2014). High perceptions of the love of 
money will reduce ethical behavior while low perceptions of the love of money will increase ethical behavior. 
Ethical behavior in question is positive employee behaviors in building organizations such as voluntary actions to 
work optimally, tolerance and other disciplinary actions that are part of organizational citizenship behavior. A 
person's perception is influenced by his ethics. When his love of money is able to be fulfilled by the company where 
he works, he will always try to survive, but the nature of human beings causes an individual to tend to always have a 
desire that is never satisfied in an achievement including the desire for financial achievement. So that when an 
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employee feels that the company has not been able to fulfill his sense of love for money, his intention to switch to a 
company that is able to fulfill his love will continue to roll. Based on the above explanation, the hypothesis of the 
love of money relationship on employee performance is as follows: 
The relationship between emotional intelligence to organizational citizenship behavior can be explained by the 
Theory of Planned Behavior (TPB). The company or organization is a place or place for the gathering of individuals 
who have goals both in dividends or groups. Organizations have a significant influence on the people who work for 
them and some of their effects are reflected in how people feel about their work (Spector, 1997). 
Hardaningtyas (2004), research where emotional intelligence influences organizational citizenship behavior, 
which implies that the more emotional someone's intelligence increases the more organizational citizenship behavior. 
Based on the results of a study conducted by Jung & Hye (2011), it was shown that emotional intelligence had a 
positive and significant effect on the Organizational citizenship behavior of employees. Based on the results of factor 
analysis shows that emotional intelligence is an important factor in improving organizational citizenship behavior. 
Employees who understand, control, and use emotions effectively will create a work environment that is positive and 
significant in enhancing employee behavior such as improving organizational citizenship behavior. 
The research conducted by Anindya (2011), shows that emotional intelligence has a positive and significant 
effect on Organizational citizenship behavior of Kompas Gramedia's department X unit employees. The higher the 
emotional intelligence of employees, the higher the organizational citizenship. Setyawati (2012), research shows that 
the level of emotional intelligence is considered the most capable factor to stimulate the formation of the 
Organization Citizenship Behavior (OCB) of employees of PT. PLN (Persero) Purwokerto Service and Network 
Area (APJ) compared to other factors such as employee attitudes towards organizational culture. Ibrahim (2013), 
emotional intelligence had a significant effect on OCB nurses at Anutapura General Hospital and Undata Hospital in 
Palu. That means, the more nurses 'ability to motivate themselves accompanied by high self-awareness, it will be 
followed by an increase in nurses' OCB behavior. Based on the above explanation, the hypothesis of the relationship 
of emotional intelligence to Organizational Citizenship Behavior is as follows: 
According to Tang & Chiu (2003), someone who has a love of high money (high love of money) will be more 
motivated to take any action to get more money. Employees with a love of high money will be motivated to work as 
much as possible to fulfill their desires for money so that when employees feel that their love of money has been 
fulfilled, their work ethic will increase which directly enhances the performance of employees. Liu & Tang's (2011), 
research has also found results that love for money (high love of money) has a positive effect on employee 
motivation to work. Based on the description above, the relationship between the love of money on employee 
performance is as follows: 
In the context of work, emotional intelligence (EQ) is an ability to know what we and others feel, including the 
right way to solve a problem. Other people referred to here are superiors, co-workers, subordinates, and violations. 
Goleman (2003), states that emotional intelligence can foster empathy, love, motivation, and ability to respond or 
respond to happiness or sadness. Lebi continued Salovey (in Goleman, 2003) explaining that one aspect of emotional 
intelligence is motivation. 
Fabiola's (2005), research shows that emotional intelligence has a significant effect on performance. Based on the 
research conducted by Hardiat (2016), (studies on marketing employees of PT. Nasmoco Bahana Motor in the city of 
Yogyakarta) found that Emotional intelligence had an effect on employee performance. The results of these studies 
have been in line with the results of previous studies such as Rahmasari (2012); Sella (2011); Wibowo (2015) and 
Nuraningsih (2015), who found that there was a positive and significant effect of emotional intelligence on employee 
performance. Based on the above description, the hypothesis of the relationship between emotional intelligence on 
employee performance is as follows: 
The success of an industry is not only determined by the behavior of employees who are determined according to 
their job description (in-role behavior) but also the behavior of employees that are outside the work description 
(extra-role behavior). OCB is individual behavior that is free and explicitly gets an award from a formal reward 
system, and overall encourages the effectiveness of organizational functions (Organ & Lingl, 1995; Organ, 2015). 
Research Hui et al., (2000), concluded that organizations that want employees to do things or work beyond the job 
description have proven advantages over other companies. Therefore, many companies want their employees to have 
OCB. Purba & Seniati (2004), argue that the benefits of OCB are increasing work productivity. Previous studies 
have examined the effect of OCB on employee performance including the research conducted by Nufus (2011); 
Ticoalu (2013), who tested the effect of OCB on performance, where the results of this study showed that OCB had a 
significant influence on employees. Furthermore, Gunawan's (2013), research has also found that OCB has a positive 
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effect on job satisfaction and employee performance. The study was also supported by Lestari et al., (2015), research 
who also found that OCB had a positive and significant effect on job satisfaction and employee performance. The 
higher the OCB of an employee, the higher the satisfaction and performance of the employee. Based on the 
description above, the hypothesis of Organizational Citizenship Behavior relations on employee performance is as 
follows: 
Every organization is required to always improve performance and effectiveness in order to survive globalization. 
One important element that is considered capable of improving organizational performance and effectiveness is the 
willingness of employees to perform extra-role performance in addition to performance in roles. Organ et al., in 
Garay (2006), named the performance of extra roles in terms of Organizational Citizenship Behavior (OCB). 
According to Lawler (2000), states that the system of wages or salaries can act as an agent of change for the 
organization. In other words, when an organization expects a new/additional behavior to occur, performs an extra-
role performance, from the company's performance then compensation policies can be used as a tool to foster that 
behavior. Money is an important thing in life (Elias, 2010), by reminding money as a reward that someone will work 
harder and try to take more jobs than people who are not reminded of money in return (Vohs et al., 2008). 
Nonetheless, Tang et al., (2008), stated that someone who has a high love for money is associated with extrinsic 
motives and helpful behavior. Helpful behavior is closely related to aspects of Organizational Citizenship Behavior 
(OCB). So that when someone has a high love of money, this will affect OCB, which is an important factor in 
improving employee performance, so it is assumed that the effect of the love of money on employee performance 
will be intervened by the presence of OCB. Based on this, the hypothesis is formulated. 
The influence of emotional intelligence on performance can be intervened by the state of Organizational 
Citizenship behavior (OCB). Based on the Theory of Planned Behavior, someone who has a high intention to 
advance an organization (company) will always show good performance in accordance with their duties and 
responsibilities. Every individual in an organization that has good emotions tends to have the willingness to improve 
and improve its performance, as stated by Goleman (2005), where emotional intelligence has a positive significant 
influence on performance which means that the higher emotional intelligence a person has, the higher his 
performance Emotional intelligence can not only affect employee performance achievement, but emotional 
intelligence can also influence the employee's OCB. Organizational citizenship behavior (OCB) is employee 
behavior that exceeds the demands of his work. The research conducted by Janis (2013), said that there was a 
significant positive relationship between emotional intelligence and OCB where the higher the person's emotional 
intelligence, the higher the organizational citizenship behavior (OCB) of the person. Financial performance is 
influenced by OCB so that emotional intelligence will influence financial performance through OCB (Pratama, 
2016). Based on this, the hypothesis is formulated. 
 
Hypothesis: 
H1:   Love of money has a negative effect on Organizational citizenship behavior 
H2:   Emotional Intelligence has a positive effect on Organizational citizenship behavior 
H3:   Love of money has a positive effect on the performance of BPR employees in Badung Regency 
H4:   Emotional intelligence has a positive effect on the performance of BPR employees in Badung Regency. 
H5:  Organizational citizenship behavior has a positive effect on the performance of BPR employees in Badung 
Regency. 
H6:  Organizational citizenship behavior mediates the effect of the love of money on the performance of employees 
at BPR in Badung Regency 
H7:  Organizational citizenship behavior mediates the influence of emotional intelligence on employee performance 
at BPR in Badung Regency 
 
The population in this study were all employees in 51 BPRs in Badung Regency in 2018. The sampling method 
used by researchers was accidental sampling by taking samples that happened to exist (Nasution, 2006). The number 
of samples required is a minimum of 10 to 20 times the number of variables (Roschoe, 1975 in Halim & Ishak, 
2014). So that the target is a minimum sample of 80 respondents. The returned questionnaire was 117 questionnaires 
or 100%. All questionnaires in this study were responded to and complete, so there were no questionnaires that were 
not responded to or incomplete. So that the total questionnaire returned and can be used is 117 questionnaires or 
equal to 100%. Data analysis in this study used the Partial Least Square (PLS) approach using SmartPLS software. 
Figure 1 below is a picture of a research model on this research.  
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Figure 1. Research Model 
 
3.  Results and Discussions 
 
The significance of the estimated parameters provides very useful information about the relationship between the 
research variables. The basis used in testing hypotheses is the value found in the result for inner weight output. Table 
1 provides the estimated output for testing structural models. 
 
Table 1 
Inner weight test results 
 
Inter-Variable Relationships 
Original 
Sample 
T 
Statistics 
P Values Conclusion 
Organizational citizenship behavior -> Employee 
performance 
0,944 16,833 0,000 Significant 
Love of money ->Organizational citizenship behavior -0,654 14,050 0,000 Significant 
Love of money -> Employee performance 0,089 1,057 0,291 Not significant 
Emotional Intelligence ->Organizational citizenship 
behavior 
0,247 3,574 0,000 Significant 
Emotional Intelligence -> Employee performance 0,042 1,977 0,038 Significant 
 
In the PLS a statistical test of each hypothesized relationship is carried out using simulation. Based on the results of 
statistical tests, the following can be concluded: 
Love of money has a negative effect on organizational citizenship behavior in BPR Badung Regency so that this 
shows that the higher the love of employees towards the lower organizational citizenship behavior of the employee 
towards the company where he works. So when in a condition the employee feels his desire for the love of money is 
not able to be fulfilled in the organization where he works, then there is a tendency for these employees to always 
move to other companies that are considered capable of fulfilling love desires for money. 
Emotional intelligence has a significant positive effect on organizational citizenship behavior at BPR in Badung 
Regency. This means that the higher the emotional intelligence possessed by employees, then organizational 
citizenship behavior will also increase. This indicates that when an employee has good emotional intelligence, then 
the employee will show a high love for the organization or company where he works. 
Love of money does not directly affect the performance of employees in BPR Badung Regency so that this shows 
that money is not the best motivation so Love of money cannot affect employee performance. The results of this 
study, which found that love of money does not affect the performance of BPR employees in Badung Regency can 
also occur because the respondents in this study were mostly young and unmarried and had no dependent children. 
After modifying the structure model, the indicator used to explain the influence of the love of money on employee 
performance is a success, self-expression, social influence, happiness, and motivator. At a relatively young age, 
money tends not to be considered evidence of one's success and is not the main way for young employees to express 
themselves. In addition, at a young age, people tend not to have the desire to have high social influence besides that 
the younger generation is now beginning to realize that money is not a source of happiness and the main motivation 
to improve performance. 
Love of Money 
(X1) 
Emotional  
Intelligence 
(X2) 
Organizational 
Citizenship 
Behavior 
 
Employee 
Performance 
(Y) 
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Emotional intelligence has a significant positive effect on employee performance at BPR in Badung Regency. 
This means that the higher the emotional intelligence possessed by employees, the higher the employee's 
performance. Based on the data obtained in this study, the indicators on emotional intelligence variables have high 
scores, this means that BPR employees in Badung Regency have high emotional intelligence so that they are 
expected to be followed by improving their performance. While in terms of employee performance, indicators of 
commitment, especially on items about employee loyalty, have a moderate score. This can occur as a result of the 
majority of respondents are classified as young employees, namely in the age range under 30 years and have a 
working period of under three years. Employees who have a younger age and work periods that are not too long will 
generally be more open to more promising offers for their career advancement. 
Organizational citizenship behavior (OCB) has a significant positive effect on employee performance at BPR in 
Badung Regency. This means that the higher the OCB, the employee's performance will increase. The results of this 
study support the study of Gunawan (2013); Ticoalu (2013); Lestari et al., (2015); and Martini et al., (2017), who 
found that Organizational Citizenship Behavior had a significant positive effect on employee performance. The 
higher the OCB of an employee, the higher the performance of the employee. 
Organizational citizenship behavior (OCB) mediates the effect of the love of money on the performance of 
employees in rural banks in Badung Regency. The mediating nature of OCB in the influence of emotional 
intelligence on employee performance is fully mediated. The results of this study confirm the statement of Tang et 
al., (2008), where the coefficient of the love of money towards OCM has a negative value. On the side of love of 
money, Tang et al., (2008), stated that someone who has a high love for money is positively related to extrinsic 
motives that are negatively related to helping behavior. Helpful behavior is part of OCB, which will later affect 
employee performance as part of the organization. 
Organizational citizenship behavior (OCB) mediates the influence of emotional intelligence on employee 
performance in rural banks in Badung Regency. The mediating nature of OCB in the influence of emotional 
intelligence on employee performance is partially mediated. The results of this study support the research conducted 
by Janis (2013) who found that there was a positive significant relationship between emotional intelligence and OCB 
where the higher one's emotional intelligence, the higher the organizational citizenship behavior (OCB) of the 
person. Financial performance is influenced by OCB so that emotional intelligence will influence financial 
performance through OCB (Pratama, 2016). 
 
 
4.  Conclusion 
 
Based on the results of the study, there are several suggestions that can be given to the management of BPR, 
especially BPR in Badung Regency. BPR management so that not only fixes on monetary rewards, but also considers 
the provision of non-monetary rewards consisting of growth, job security, interpersonal relations, and challenging 
work tasks in an effort to improve employee performance. Love of money does not affect employee performance so 
money is not the best factor to encourage employee performance. Money is an extrinsic factor whereas than extrinsic 
factors, well-maintained intrinsic motivation factors that actually have a positive and significant influence on job 
performance. 
This result encourages companies, especially BPRs, not only to fix monetary rewards, but also to consider non-
monetary rewards consisting of growth, job security, interpersonal relations, and challenging work tasks in an effort 
to improve employee performance. In addition, this study shows the importance of emotional intelligence and 
Organizational Citizenship Behavior (OCB) in improving employee performance so companies need to develop 
ways and policies that can encourage an increase in employee emotional intelligence and grow OCB for their 
employees. In an effort to find out the factors that can improve employee performance, further research can be 
carried out on employee motivation factors, such as growth, job security, interpersonal relations, and challenging 
work tasks. Further research can also be done on other types of industries and using different performance 
measurements from this study. 
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